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Local knowledge.
National Connections.
Global Reach.

- Business structure & set up

- Business valuations

- Due diligence

- Accounting, tax, compliance
assistance

. Strategic Planning Workshops
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Kylie Holyland
Executive Coach | HR Consultant
www.AscendHR.com.au
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http://www.ascendhr.com.au/
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Agenda

 Engagement and motivation of remote staff and
teams

* Collaboration and connection in a virtual world
« Managing ‘out of sight’ workers
* The shift to productivity, results and outputs
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“How can | trust them if | can’t see them?”




. Gallup Global Study — May 2020

“A new Gallup global meta-analysis of 62,965
business units and teams, published in the peer-
reviewed organizational science journal Human
Performance, reports that favourable job
attitudes have a stronger relationship to
organisational outcomes in bad economic times
than they do in normal or good times.




®. AHRI Survey of HR Managers
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In May 2020, AHRI survey 273 HR Managers about what success looks like in managing COVID-19:

*  “That managers in the business use this time to step up and show leadership, support the business
to be resilient and bounce back from where we were/are in a better place - to be innovative,
responsive to change, and work flexibly.”

*  “Healthy and safe workforce who are 100% productive and a business with a strong workload
pipeline through to end of calendar year”

*  “Return to work with smooth transition & flexibility between working from home & in office,
retention of talent & achieving organisational targets, and maintaining employee engagement &
performance”

*  “Maintaining employee trust, loyalty, engagement and work ethic.”

*  “Ensuring our employees (both stood down and still working) are connected, well looked after and
feel valued. Ensure our values are still in place and used in all our communication with all our
employees. Re-engaging our employees in a meaningful and welcoming way to ensure engagement
with the business moving forward.”




®. Elements of employee engagement

Clear expectations
The right materials and equipment

Opportunities for employees to do what they do
best

Connection to the mission or purpose of the org
Coworkers committed to quality work

Is your culture resilient enough to survive Coronavirus? Jim Harter, Gallup, Ma




#®. \What culture do you want?
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VUCA World
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‘ Volatile
‘ Uncertain

Complex

‘ Ambiguous



A New VUCA
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’ Vision
‘ Understanding

Capability

‘ Adaptability



o Dimensions of Trust
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Credibility Rational

Reciprocity Reliability
Trust Zone

Emotional Mutuality

Ann Rolfe
Mentoring Works
www.mentoring-works.com
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Credibility:

| can believe you

Integrity — honest and congruent

Capability — knowledge, skills, inspire confidence

www.mentoring-works.co.
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Reliability:

| can count on you

Performance — results, effectiveness

Consistency — meeting

commitments, over time

www.mentoring-works.co.
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Mutuality:

Intent — positive, care about _
You and | benefit

us not just themselves

Motivation - transparent

www.mentoring-works.co.
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Respect — acknowledge,
Reciprocity: autonomy, rights
You trust me Confidence — faith in my

ability and commitment

www.mentoring-works.co.
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The Progress Principle

Clear progress on meaningful work

y



Daily
Progress
Checklist

Progress
Brefly describe | of 2 events today tha
indicated ether & weall win of & possibie
breakehrough.

Boefly descride 1 or , events today that
kdicated & snall wotback of & possible crinis

Inhibetors

Catalysts

o Did the team have clenr sheet- and ong-
term goals for meaningtul work?

o D team members have suficent
alonoiy to sodve problems and tate
ownership of the project?

o Dio they have o the [gsoaines they needod
to move forward efficiently ?

o D they have sefficnt time to focus on

mesningful work?

Did 1 glee or get them Pelp shen they

moaded or requested it? D | encournge

team members to help one another?

o D | discuss lessons from today's
succossas and problems with my toarn?

O | help Meas flow freely within the
groap?

o Waa there any confusion tegasding long - of
shoet -term goals for meaningful work?

o Were team members overly coostesined In

thok ability to wodve peobilems and foel

onmership of the project?

Dut they Bek any of the [esources they

needed to move forwand effectively?

o Duf thay lack sufficiont time to foces on
mvering ful work?

o Did 1or omhers fad 1o provide seodoed of
requested help?

o D 1 punish” faile, or meghect 10 find
Jessonn and/or opportunities in problkems
and sucoostos?

o Did 1 or others ast off the presentation or
dedate of goas promaturely?

«  Dud | show repect %0 toarn mormbars by
reCogNiting ther contritations 10 progress,
atterdd kg 10 thae Meas and treating themn
a6 tusted professionals?

o Did | encourage team members who faced
dffcult chalenges?

o Did 1 suppoet 1eam members who hed &
pononal or professional problem?

o s e 3 sense of parsonal and
professonal affdation and camaraderie

within the team?

«  Duf ] dizrospect any tooen mambers by
faling to recognize ther contrbutons o
progress, not sttend ing 1o ther Meas, of mot
treating them as tustad professionals?

o D | discourage & member of the team In
any way?

o D I oegiect & team member who had a
perscsal or professional probleen?

o Isthore o0 of (0N g
members of the team or between tsam

7

D § soe any sndications of the quaity of my subordinates’ nner work ves today /7
o Peroepltions of the work, team, management, firm

o fmations
*  Maotivation

What speciic events might have affected inner work |le today ?

Catabysts and rourishers entifed and provide

Inbsbaors and toxns dentified ?

What can [ 30 1momow 1o strangthen the |Vm-\(<anloo(otmwwwﬂme.nmmom

ones that are baking?
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Check your bias
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#. Characteristics of High Performance
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Shared Complex &
Accountability Diverse Skills

Enhanced Shared
Processes Leadership
Work
Engagement

Motivational
Goals | I
Affective
Commitment

High
Performance

Clarpupose [ 8

N




® | mplementing a new approach

ascend

Encourage your staff to come up with a balanced approach
Begin with a trial and get expert help to measure changes

Introduce an opt-in policy for employees/departments on an annualised
basis

Establish clear personal and team business goals and objectives.

Consider seasonal workflow differences and ensure that your approach
can flex appropriately.

Be clear that the aim of the initiative is to improve things not just in the
context of your company but also as regards the wider social obligation
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Planning for remote working

Understand your staff
Strengthen your relationships
Set clear expectations and timeframes
Managing effort and accessibility
Communication and connection
Feedforward and receiving feedback
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What can possibly go wrong?

Ground rules

IT and equipment
— Provision, accessibility, upgrades

Resources
Performance
Behaviour
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Take a coaching approach
Listen deeply
Be present
Build trust

Create motivation and engagement
Seek feedback




®. [ncrease your self- awareness
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Take time to ask yourself:

How do you lead under pressure?

What do you think are the strengths and weaknesses of
your crisis leadership style?

Do you communicate well with people of different
personalities?

What is your ‘blind spot’? Where do you think you need
more data/feedback?

How do you develop concise and efficient communicatio
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Stay connected

e Talk frequently

* Manage virtual meetings well
 Keep morale high

* Be playful

 Manage your stress and uncertainty
* Lead with empathy and compassion




Factors to monitor with at risk
A .
ascend individuals

. Changes in physical health or appearance

. Behaviour that is out of the ordinary

. Changes in thinking patterns or ability

. Increases in work demand, complexity or overall work pressure

. Stressful life situations — financial problems, death of a loved one, divorce
. Becoming withdrawn or in conflict with others

. Failure to perform

. Fatigue or burnout
—  Exhaustion: depletion or draining of mental resources
—  Cynicism: indifference or a distant attitude towards one’s job

—  Lack of professional efficacy: the tendency to evaluate one’s work performance negatively resulting in feelings of insufficiency
and poor job-related self-esteem

. Talking about feelings of hopelessness or despair

Knowing your staff well is the best way to monitor their resilience.




o~ Asking Are You Ok?
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1. Trust your gut instinct
2. Getting ready to ask
— Am | ready?
— Am | prepared?
— Picked my moment?
3. Ask Are You Ok?
— Be ready for push back
— Listen without judgement
— Encourage action
— Check-in
4. Seek professional help if you’re not sure

https://www.ruok.



®. Create a new flexible culture
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Kylie Holyland

Ascend HR
kylie@ascendhr.com.au
0414 624 672
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